International Journal of Administrative Science & Organization, January 2016
Bisnis & Birokrasi, Jurnal Ilmu Administrasi dan Organisasi

Volume 23, Number 1

Identifying the Leadership Effectiveness of the Executive
Leaders in Indonesia
DITA SITI NURHAYATI ANASTASIA DILIANI
National Cheng Chi University, Taipei, Taiwan
dsnad76@gmail.com
Abstract. This study introduces Public Leader Organization Scale (POLS) as the tool to identify the effectiveness of leadership
in a public organization. To show the reliability and validity of this tool, a case study of subjective evaluation is addressed
to three former and one active government leaders. The implication of the study is twofold: first that it shows POLS as an
appropriate tool to be used in identifying public leaders’ performance. This study finds that leader’s consistency, listening
communication skills, managing resources skill and exchange tactics become the strongest behaviors associated to government
performance. Second, among these behaviors, leaders’ personal integrity (consistency) is considered to contribute more to
the region’s performance rather than the leader’s skills or the leader’s influence. In essence, we believe that the current study
findings will enrich the existing theory of leadership particularly in public organization issues.
Keywords: behavior, effective performance, integrity, public leader organization scale
Abstrak. Penelitian ini memperkenalkan Skala Pengukuran Pemimpin Organisasi Publik atau Public Leader Organization Scale
(POLS) sebagai suatu instrument untuk mengidentifikasi efektivitas kepemimpinan suatu organisasi publik. Untuk menunjukkan
reliabilitas dan validitas instrument tersebut, sebuah studi kasus yang bersifat subjektif dilakukan terhadap tiga mantan kepala
daerah dan satu orang kepala daerah yang masih aktif. Implikasi dari studi ini ada dua, yaitu pertama, bahwa POLS dapat
menjadi instrument yang tepat untuk digunakan dalam mengidentifikasi kinerja pemimpin publik dimana dalam studi ini ditemukan
bahwa konsistensi, kemampuan komunikasi mendengar, keahlian mengatur sumber daya dan kemampuan negosiasi merupakan
prilaku terkuat yang dikaitkan dengan kinerja pemerintah. Kedua, studi ini juga menemukan bahwa diantara prilaku-prilaku
tersebut, integritas pemimpin (konsistensi) menunjukkan pengaruh yang lebih besar terhadap kinerja daerah daripada keahlian
yang dimilikinya atau kemampuan persuasifnya. Pada intinya, temuan pada studi ini diharapkan akan menambah kasanah teori
kepemimpinan yang ada khususnya terkait dengan organisasi publik.
Kata kunci: integritas, kinerja efektif, perilaku, skala pengukuran pemimpin organisasi publik

INTRODUCTION
In the leadership literatures, more than one hundred
different definitions of leadership have been identified
(Rost, 1991). Some of the most common ways of looking
at leadership are as a trait, ability, skills, behaviors,
relationship and an occupation of an administrative
position (Chemers, 1997; Northouse P. G., 2001; Stogdill,
1974). Nevertheless, the focus was too much given
to private organization leadership study development
whereas the necessity of having more examination
on public sector leadership is somewhat overlooked.
It should be noted that the effectiveness of public
organization depends not only on the human resources
and the nature of public organization, it also influenced
by the organization’s perception towards equity. Public
organization requires more effort in terms of equity
principle (Wu et al., 2010). Equity for public organization
means that all people should receive equal access to public
services regardless their background. On the other hand,
the private organization perceives equity as to provide
equal services based on the client-oriented principle.
The complexity for public organization administration to
fulfill equity for all citizens requires a leader who should
be equipped not only with positive skills and traits but also

a good influencing ability (Moore, 1995). An example of
effective executive leader in Indonesia is shown by Mayor
Risma of Surabaya, during a few years of whose term
corruption was reduced, service delivery was improved,
business development programs for women and poor
were created, and greening and environment in the city
were improved (Diliani & Susanti, 2015). The mayor’s
personal leadership style is then popularly described as
leading with integrity and with the heart. Not only Risma,
other leaders studied are also known for their effective
leaderships; we, therefore, attempt to identify their
positive characteristics. The current study tries to identify
the existence of the positive leadership behaviors of the
four leaders, which shall be discussed in the next section.
Moreover, in order to identify the correlation between
the leader’s behaviors and the region’s performance, we
perform the factor- and regression-analysis. It is expected
that the result could show the leadership behaviors having
the strongest relationship with government performance.
Thus, it could be a learning point for other leaders in
order to be effective.
The following section discusses behavioral leadership
theories. Some of these behaviors are used in developing
the measurement tool in order to identify the effective
leadership characteristics. Some theories argued that
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there are some positive traits, skills, and influencing
behaviors that contribute to leader’s or organization’s
effectiveness (Ammeter et al., 2002; Nana and
Jackson, 2010; Wart, 2005; Wood and Vilkinas, 2005).
In this study, we focus on leader’s personal integrity,
communication and administrative skills, and finally
skills on performing exchange and coalition tactics.
Personal integrity has been assumed as one of the
leadership’ attributes that affects the effectiveness of
leader and organization positively (Kirkpatrick and
Locke, 1995; Moore, 1995; Blunt et al., 2012). Gary Yukl
(2002) defined personal integrity as a person’s behavior
that consistent with the espoused values. Meanwhile,
Wart (2005) defined personal integrity as the state
of being whole and/or connected with oneself, one’s
profession, and the society of which one is a member, as
well as being incorruptible. Additionally, Cox, La Case
and Levine (2003) defined integrity as doing the right
thing if no one is looking, or even if others are not doing
the right thing. In African countries for example, by
having a qualitative interviews with some senior leaders
throughout the country, Manyak and Katono (2010) and
also Abraha (2010) found the national building of the
African countries has led to failure due to the absence
of the right leadership. They argued that, to overcome
the crisis in African countries, the presence of leader
who possess positive attribute in, for example, honesty,
integrity, just, trustworthy, and visionary is urgently
needed. Moreover, Blunt, et al. (2012) studying health
and education service delivery in Indonesia also shows
the importance of personal integrity for leader. By
using a qualitative approach involving a combination of
semi-structured interviews, focus group discussion, and
written accounts of patronage and corruption in actions
relating to human resource management (HRM), they
found political and bureaucratic patrons have been used
to control over recruitment, placement, transfer, and
promotion as they mean to gain private benefit from
public resources. The controlled placement has led to
technically incompetent staffs carrying out their tasks.
Even when the recruits did have the basic competencies
for effective job performance, their placement in favored
locations led to distortion of the staff distribution.
Consequently, the practice of controlled placement
based on payment has sacrificed the effectiveness and
efficiency of public services delivery in the region
especially in the rural areas.
In terms of leadership skills, Van Wart (2005) included
six skills that may contribute to leader’s effectiveness
such as communication skills, social skills, influencing
skills, analytical skills, technical skills, continual skills,
and continual learning skills. Meanwhile Northouse
(2009) suggested that the administrative skills play
a primary role in effective leadership. Therefore, in
current study we only focus on the administrative
and communication skills. For the administrative
skills, we limit the discussion on managing resources,
people, and technical competence, while for the
communication skills we limit the identification to
listening, nonverbal, oral, and writing skills. Finally,
in terms of leader’s influencing behaviors, we focus
on the exchange and coalition tactics. When the agent
offers an incentive, suggests an exchange of favors,
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or indicates willingness to reciprocate and the target
will do what the agent requests, the actions indicate
an exchange behavior. On the other hand, when the
agent seeks an aid of others to persuade the target to
do something or uses the support of others as a reason
for the target to agree, the actions are considered as
coalition tactics. The success of mayor of Yogyakarta,
Herry Zudianto, to relocate street vendors without
turmoil became the evidence of a successful exchange
tactics (Nurmandi, 2011). To summarize, this study
employs three groups of behavior and four aspects of
region’s performance. The later are satisfactions on
public healthcare, facilities, educational facilities, and
economic development. When people agree that any of
these performances has satisfied their needs, then we
may infer that the performances are good.
The phenomenon of corrupted public government
apparatus has defamed the performance of bureaucracy.
Nevertheless, there are some public leaders capable to
create trust between the citizen and the authority by
showing a good government performance. Hence,
we believe that the behaviors performed by the
government apparatuses might affect public perception.
Public perception might subsequently influence the
achievement of local government performance. In
other words, when the apparatus behave positively, we
assume the region’s achievement would increase. In
contrast, when the apparatus behave oppositely to public
values, the region’s achievement might decline. We
developed a questionnaire to prove the aforementioned
assumption. The questionnaire consists of 12 items
of effective leadership behaviors--built based on the
concepts presented by some well-known leadership
scholars such as Gary Yukl, Montgomery van Wart,
and P. G Northouse--as well as the leadership issues in
public organization.
As we mentioned in the beginning of this article, we
have been concerned with the fact that studies focusing
on public organization leadership has been limited. A
panacea is needed in order to overcome the current
leadership problems. Therefore, with the use of Public
Organization Leadership Scale (POLS), we measure
the leadership characteristics and its correlation to the
region’s performance. We expect that the relationship
between the leader’s behaviors and the region’s
performance is shown and could be well-understood.
Furthermore, not only the finding is expected to
show how well the performed behaviors influence the
level of satisfaction of people toward the healthcare
service performance, but our understanding about the
importance of public leader to perform effectively
could also be improved.
Lack of evidences to provide answer to questions
such as the extent to which local government
leader’s behaviors could be effective has affirmed
Yukl (2012)’s argument. He argued that mostly the
existing leader behavior studies tend to emphasize
how much the behavior is used rather than how well
it is used. Concurred with Yukl’s argument, Ferris
et al. (2002) argued that although considerable
research has examined the organizational politics, a
serious omission has been the failure to evaluate the
political skill of the influencer. Consequently, not
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enough information was available to answer why the
influencing efforts are (or are not) successful. In other
words, it is not enough to study particular influencing
tactics of political behaviors that reflect how the
influencer understands the “what” of the influence. We
also need to critically examine the political skill of the
influencer to understand the “how” of the influence,
which address the selection of the most situational
appropriate influencing tactics and their successful
execution. Table 1 shows the behavior item definition
for this study which is empirically observed through
the perceived behaviors (subjective evaluation). To
examine a very abstract concept, it is important to feed
it some concreteness with indicators (King, Keohane,
& Verba, 1994). This choice is justified on the grounds
that the indicators are more observable, and sometimes
they are the only thing that is observable, or for which
data are available.
We find some scholars using statistical analysis to
identify the relationship between leader’s behavior and
organization’s performance. A study by Fleishman and
Harris (1962) in a truck manufacturing plant of the
Table 1. Indicators of behaviors observed
Behavior

Indicators

Honesty

The leader forbids the involvement
of his relatives in the governmental
projects or bidding

Impersonality

The leader urges his subordinates
to deliver public services to citizen
equally

Consistency

Regarding to his policies, the leader is
consistent with his articulated values

Managing
people

The leader is able to delegate tasks to
the right person

Managing
resource

The leader has planned management in
achieving the government’s objectives

Technical
competence

In implementing the government
policies, the leader conducts
monitoring or supervision

Listening
communication

The leader shows his attention and
support by listening to people’s
opinion or complaints

Oral
communication

In giving instruction, the leaders is
able to articulate his intention clearly

Writing
communication

The leader uses social media to
communicate with citizen

Nonverbal
communication

To appreciate people, the leader
handshakes people he meets

Exchange
tactics

The leader suggests an exchange of
favors or willingness to reciprocate if
the target is willing do what the agent
requests

Coalition tactics The leader seeks aid of others to
persuade the target to do something or
uses the support of others as a reason
for the target to agree

Source: Adapted from Yukl (2002)
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International Harvester Company, for example, found a
positive relationship between manager’s consideration
and subordinate’s satisfaction. The behaviors of 57
production supervisors were described by subordinates
who filled out the Supervisory Behavior Description
(SBDQ). The statistical analysis confirmed the
existence of a significant curvilinear relationship.
Another study is Negussie and Demissie (2013) on
the relationship between nurse managers’ leadership
style and nurses’ job satisfaction in Jimma University
Specialized Hospital. They found that nurses tend to
be more satisfied with transformational rather than
transactional leadership style. Hence, they suggested
the nurses’ managers to use transformational leadership
style in order to increase their job satisfaction.
The present study introduced Public Organization
Leadership Scale (POLS) to identify the effective
leadership behaviors performed by leaders, and also
to measure its relationship with the healthcare service
performance. We expect the four leaders observed in
this study will perform the proposed behaviors and
indeed the behaviors could affect the local government’s
performance positively.
RESEARCH METHOD
This study observed former mayor of three regions
of Payakumbuh, Yogyakarta, and Blitar and one active
county leader of Aceh Tengah. They were in the
position for two consecutive periods (10 years). These
leaders are recognized for their good reputation and
performance during their leadership period. Before they
became a regional head, these leaders have different
career background. The first mayor was a businessman,
the second was a lecturer, the third was a cruise ship
captain, and finally the regent was a civil servant. The
cities and district observed in this study have population
ranging between 122 thousand to 400 thousand people.
The source of municipal revenue is mainly from the
tertiary sectors including trade, hotel and restaurant
sectors; transportation and communication; financial
sector, rents and manufacturing industries and also
services. Meanwhile, for the district local revenue, the
source is primarily from sectors of agriculture, mining
and excavation.
By using a non-purposive sampling method, 569
surveys were administered. Only 291 of 569 samples
represent the population of each area. The respondents
were drawn from 19 to 71 years old with a mean
age of 40.32. Female respondents were 50.9 percent
whereas male respondents 49.1 percent. A majority of
respondents work as government employee (47.8%)
and have finished bachelor degree (47.4%). For the
questionnaire, we use close-ended type of questions
with answers in standardized categories based on
Likert scaling 1-5 of agreement (strongly disagree to
strongly agree). Internal reliability test shows POLS has
adequate reliability with Cronbach’s alpha of .854 and
a standardized items alpha of .858. A coefficient alpha
above .70 is identified in the literature as acceptable
for early-stage instrument development (Hinkin,
2005). To do the statistical analysis, we combine the
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value of each behavior based on their categories, i.e.
integrity, skills, influencing behavior. It is also applied
to region’s performance: we combine the four aspects
into one variable. The performance’s score ranges
from 4 to 20. We conclude that the higher the score, the
better the performance means.
RESULT AND DISCUSSION
Table 2 shows the mean and the standard deviation of
each behavior. Impersonality has the highest coefficient.
It may represent the stereotypes of Indonesian
mentality that Indonesian highly values the concept
of sama-rata-sama-rasa (equal justice, equal burden)
(Koentjaraningrat, 1974).
We believe that the leaders may perform leadership
behaviors differently depending on the situation and
issue faced. As we mentioned previously, public
organizations value equity differently than the private
ones. To fulfill the equity, a combination of effective
leadership in order to achieve the objective is required.
We run factor-analysis to identify which combination
of leadership behaviors has significant correlation with
performance as follow.
Table 3 shows the variations of the effective
leadership behaviors. The leadership style 1 consists
of technical competence, managing people, managing
resources, listening and oral communication skills.
Leadership style 2 consists of honesty, impersonality,
consistency, and writing communication skill. Finally,
leadership style 3 consists of nonverbal communication
skill, exchange and coalition tactics. A regression
analysis is conducted to give an illustration about the
relationship between the three leadership styles and
performance. The regression analysis shows that with
F (3,286) = 53.706, p < 005, R2 = 0.360, we can reject
the null hypothesis: there is significant correlation
Table 2. Mean and Standard Deviation of Leader’s
Behaviors
Variable

Mean

Standard
Deviation

Technical competence skill

4.01

.786

Managing people skill

3.87

.772

Managing resources skill

4.13

.796

Listening communication skill

4.12

.763

Oral communication skill

4.10

.662

Honesty

3.62

1.073

Impersonality

4.19

.926

Consistency

3.96

.891

Writing communication skill

3.59

.948

Nonverbal communication skill

3.98

.785

Coalition tactics

3.75

.812

Exchange tactics
.378
n = 291, significant at p < 0.50
N items = 12, Cronbach’s Alpha .854

.805
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Table 3. Factor-Analysis of Perceived Leadership
Behaviors
Variable

Component
1

2

3

Technical competence skill

0.754

Managing people

0.741

0.326

Managing resources skill

0.733

0.226

0.195

Listening communication skill

0.723

0.248

0.269

Oral communication skill

0.66

Honesty

0.143

0.839

Impersonality

0.176

0.692

0.315

Consistency

0.383

0.673

0.191

Writing communication skill

0.169

0.539

0.436

0.412

Nonverbal communication
skill

0.762

Coalition tactics

0.146

Exchange tactics

0.17

0.636
0.383

0.58

between the government performance and leadership
style 1, style 2 and leadership style 3. The R square
results indicate that 36 percent of the total variants on
the government performance can be explained by the
leader’s behaviors. Based on the weights assigned to
each component (Table 10), the combined four regions’
performance could be estimated on the basis of the
following equation: Performance = 14.384 + 0.899
(leadership style1) + 1.270 (leadership style2) + 1.020
(leadership style3). The regression analysis indicates
that not only all predictors contribute to the prediction
of the government performance positively, but they also
show significant correlation. The result also indicates
that the combination of honesty, impersonality,
consistency and writing skills (leadership style2) is
considered to contribute better to performance rather
than the other two styles.
The following discussion shows in detail the
relationship between leader’s personal integrity behavior
and performance. Table 4 shows that consistency
has the strongest significant correlation with the
perceived government performance. Leader’s honesty
is following next and finally the last is impersonality.
The results may indicate that consistency is the most
important personal integrity behavior for the leader’s
effectiveness. Therefore, it is important for leader to be
consistent with the articulated values performed.
Moreover, regarding the relationship between the
leaders’ administrative skill behaviors and performance,
table 5 shows all behaviors have significant correlation
with the perceived government performance. The
strongest correlation is shown by managing resources
skill, followed by managing people skill and finally
technical competency. The result may indicate that
in terms of administrative skills, the leader’s planned
management has the strongest correlation with
performance rather than the leader’s ability to manage
people and to conduct monitoring or supervision.
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Table 4. Correlation Analysis of Leaders’ Personal
Integrity and the Region’s Performance
1
Impersonality

Pearson
Correlation

2

3

4

Consistency

Government’s
performance

1
Listening
communication
skill

Pearson
Correlation

.424**

1

Sig.
(2-tailed)

0

Pearson
Correlation

.566**

.484**

Sig.
(2-tailed)

0

0

Pearson
Correlation

.375**

.400**

.474**

Sig.
(2-tailed)

0

0

0

1

1

**. Correlation is significant at the 0.01 level (2-tailed)

Table 5. Correlation analysis leaders’ administrative
skills and the government performance
1
Managing
people skill

Pearson
Correlation

2

3

4

Pearson
Correlation

2

3

4

5

1

Sig.
(2-tailed)

Oral com- Pearson
municaCorrelation
tion skill
Sig.
(2-tailed)

.536**

1

Writing
communication
skill

Pearson
Correlation

.364**

.371**

Sig.
(2-tailed)

0

0

Nonverbal
communication
skill

Pearson
Correlation

.257**

.315**

.292**

Sig.
(2-tailed)

0

0

0

Government’s
performance

Pearson
Correlation

.448**

.333**

.440**

.359**

Sig.
(2-tailed)

0

0

0

0

0
1

1

1

**. Correlation is significant at the 0.01 level (2-tailed).

1

Sig.
(2-tailed)
Managing
resources skill

Table 6. Correlation Analysis Leaders’ Communication Skill Behaviors and the Government’s Performance

1

Sig.
(2-tailed)
Honesty
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Table 7. Correlation Analysis of Leaders’ Influence
Behaviors and the Government’s Performance

Pearson
Correlation

.567**

1

Sig.
(2-tailed)

0

Technical
competence
skill

Pearson
Correlation

.474**

.417**

Sig.
(2-tailed)

0

0

Government’s
performance

Pearson
Correlation

.319**

.356**

.272**

Sig.
(2-tailed)

0

0

0

1
Exchange
tactics

Pearson
Correlation

2

3

1

Sig. (2-tailed)

1
Coalition
tactics
1

Government’s
performance

Pearson
Correlation

.347**

1

Sig. (2-tailed)

0

Pearson
Correlation

.366**

.247**

Sig. (2-tailed)

0

0

1

**. Correlation is significant at the 0.01 level (2-tailed)

**. Correlation is significant at the 0.01 level (2-tailed)

Another leader’s skill behavior observed is the
communication skills competency. Table 6 shows all
behaviors have significant correlation with the perceived
government’s performance. The strongest correlation
is shown by listening communication, whereas the
weakest but significant correlation is shown by oral
communication skill competency. Listening ability
correspond to the characteristics of effective leaders in
Indonesia; most Indonesians emphasize collective wellbeing and show a strong humane orientation within
their society (Irawanto, 2009).
Finally, the last leadership behavior observed in this
study is the leader’s influencing behavior performance
manifested through the practice of exchange and
coalition tactics competency. Table 7 shows that
exchange tactic has stronger correlation than the

coalition. This is likely to due to the Indonesian nature
that prefers dialogue and negotiation to coalition tactics.
As we mentioned previously, we combine the
behaviors into groups before it is applied to regression
analysis. Impersonality, consistency, and honesty are
grouped as leader’s personal integrity. The behaviors of
administrative and communication skills are grouped
into leader’s skills. Finally, for exchange and coalition
tactics are grouped into the leader’s influencing
behaviors. A regression analysis is conducted to give
an illustration about the relationship between the
three groups of behaviors and the performance. The
regression analysis shows that with F (3,286) = 51.917,
p < 005, R2 = 0.594, we can reject the null hypothesis
that there is significant correlation between the
government performance and the leadership behaviors.
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Table 8. Regression Analysis of the Perceived
Leadership Behavior and Performance
Variable

Weight

Std.
Error

T

Sig.

Constant

1.316

1.16

1.134

0.258

0.08
Leader’s Personal
Integrity

0.366

0.052

4.595

0

Leader’s skills

0.273

0.13

5.199

0

Leader’s influence tactic

0.218

1.679

0.094

a. Dependent Variable: Government performance

The R square results indicate that 59.4 percent of the
total variants on the government’s performance can
be explained by the leader’s behaviors. Based on the
weights assigned to each component, the combined
four regions’ performance could be estimated on the
basis of the following equation: Performance = 1.316
+ 0.366 (INTEGRITY) + 0.273 (SKILLS) + 0.218
(INFLUENCING TACTICS). The regression analysis
indicates that all predictors contributed positively
to the prediction of the government performance in
which INTEGRITY is considered to contribute more
to performance (Table 8).
The equation model indicates that for every person
perceiving that the leader had the integrity behavior, the
performance increases 0.366, controlling the leader’s
skills and influence tactics. Moreover, for every person
perceiving that the leader showed the behavior of
leadership skills, the performance increases 0.273,
controlling the leader’s personal integrity and influence
tactics. Finally, for every person perceiving that the
leader performed the influencing tactics behaviors, the
performance increases 0.218, controlling the leader’s
personal integrity and skills. The coefficient for leader’s
personal integrity and leader’s skills is significant but
not for the leader’s influencing tactics.
The equation model indicates that for every person
perceiving that the leader performed the leadership
style 1, the performance increases 0.899, controlling
style 2 and style 3. For every person perceiving that the
leader showed the leadership style 2, the performance
increases 1.270, controlling style 1 and style 3. Finally,
for every person perceiving that the leader performed
the leadership style3, the performance increases 1.020,
controlling style 1 and style 2.
In short, the study finds that the four leaders have
performed actions that are grouped into three leadership
styles. The component of behaviors contributing
mostly to local government’s performance is shown
by the leadership style 2 and it consists of actions
such as: i) forbidding their relatives to get involved
in the government projects or biddings; ii) urging
their subordinates to deliver public services to citizen
equally; iii) being consistent to fulfill their promise
regarding the policies implemented; iv) building social
media networks in order to communicate with people.
The next leadership style contributing to the local
government’s performance is shown by the leadership
style 3. However, the leadership style 3 has less
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Table 8. Regression Analysis of the Perceived
Leadership Behavior and Performance
Variable

Weight

Std.
Error

T

Sig.

Constant

14.834

0.146

101.384

0

Leadership style1

0.899

0.147

6.131

0

Leadership style2

1.27

0.147

8.667

0

Leadership style3

1.02

0.147

6.958

0

a. Dependent Variable: Government performance

influence to the region’s performance, compared to the
leadership style 2. The leadership style 3 consists of three
actions, i.e.: i) the ability to persuade others by offering
an incentive or exchange of favors; ii) the ability to use
support of others to persuade the target to do something;
iii) handshakes to people whom he meets.
Finally, the last leadership style that has smaller
influence to the region’s performance is the leadership
style 1 whose component of behaviors includes: i)
conducting monitoring or supervision; ii) planning
the management to pursue their vision; iii) delegating
tasks to the right person; iv) having a sense to listen
to citizen’s opinion or complaints; v) articulating their
intention clearly.
CONCLUSION
The implication of the findings is that the study has
strengthened the idea of integrity and consistency as the
major behaviors contributing mostly to the leadership
effectiveness, followed by leaders being impersonal
and communicative to their people. Being elected two
consecutive times, these leaders have proven to be
trustworthy and dependable. The leaders showed action
against corruption, collusion, and nepotism (KKN)
by forbidding their relatives to get involved in the
government projects or biddings. Moreover, Trust can
only be achieved if the person is capable to perform
consistency between his action and what he said.
Moreover, two of the four leaders were awarded as the
best local leaders in 2008 by Tempo Magazine because
of their success of economic growth and public service
performances.
Corresponding to prior studies on leadership in
public organization, this current study’s findings
have strengthened the argument presented by Abraha,
Manyak and Katono, as well as Blunt et al. that
having the right leadership to lead a region is crucial.
Moreover, the regression analysis performed also fulfill
the lack of study on leader’s behavior, as proposed by
Gary Yukl, focusing on the extent to which effective
leader’s behaviors could affect local government
performances. The more effective the behavior, the
better the performance.
Gani (2004) and Irawanto (2009)’s study on the
Indonesian leadership characteristics enriched the
leadership issue in the Indonesian context. According
to Gani, managing relationship in Indonesia must
be done by TEAM–Trust, Ego Identity, Action Skill
and Method. Moreover, by referring to Asian and
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Western nature of leadership, Irawanto concludes that
Indonesian leadership is different from the Western
that the effective leader in Indonesia should emphasize
the collective well-being and show a strong humane
orientation within society. However, the study is only
limited on how well the behaviors contribute to the
effectiveness of organization at micro or macro level.
Their findings focus only to identify the leadership
characteristics. Moreover, another study conducted
to the Indonesian higher education community shows
that competence, motivation, and leadership correlate
strongly to the effectiveness of Tridharma effectiveness:
the more leadership behavior are shown by the faculty
members, the more increasing the implementation of
Tridharma is (Apriani, 2009). Hence, compared to the
studies mentioned previously, we would argue that the
current study does not only contribute to identify the
Indonesian leadership style but also strengthens the
finding that there is a strong relationship between the
leader’s behavior and the organization’s performance.
Further, we believe that the scale provided in this
study is useful to identify other effective leader’s
behaviors that might be different from one to another.
Compared to the existing measurement scale such as
Leadership Skills Inventory and Multifactor Leadership
Questionnaire, the POL scale used in this study is
developed based on the leadership condition which
exists within the issues of public organization. Thus,
we consider the scale as a valuable contribution to the
leadership studies which has given too much attention
to the realm of private organization leadership. Finally,
we suggest that, in order to achieve a good government
performance, public leaders should consider their
behaviors according to public values. By performing
the behaviors that correspond to the expectation of most
people, leaders could gain trust from their follower.
With the trust, leaders could achieve their effectiveness.
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